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ABSTRACT 
The study aimed to determine the factors influencing the career growth of women in 
horticulture discipline. Women to advance top management positions, organizations 
guidelines and policies influence women in progressing to top- level management and 
whether access to education influence the progress of women to top positions. The study 
location was AAA Growers Turi Farm in Nanyuki Laikipia County. This project adopted 
a case study research design. The target population was all female permanent employees 
in the farm totaling 36 in number. The study was started between April 2017 and October 
2017. The study discovered that social-cultural factors affect the upward movement of 
women in top leadership positions. The study found that organizations policies prevent 
women in their career growth. Institution politics and fixing are major factors the upward 
mobility of women in top management. The study concluded that women workers were 
not accorded equal education opportunities. From the findings on a table, 48% of the 
respondents showed that limited access to equal education opportunities influenced 
women career mobility to a very great extent. We found that there is a positive 
relationship between limited access to equal education opportunities and women career 
mobility to top leadership positions. The study recommends for a need of individuals to 
change their attitudes towards women on career choice and job preferences. Women are 
encouraged to work smart from all dimensions on career growth and aspirations. This 
will include standard shift women weakness perception 
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OPERATIONAL DEFINITION OF TERMS  
Gender:  this is the act of feeling that a given society associates with opposite sex.  
Career:  this is a development or improving towards one goal..  
Career Progression: this is improvement or steps taken by people in a certain area.       
                                
Culture:  The word culture means behaviors and beliefs characteristic of a particular 
group or tribal. 
Glass ceiling:  This is a term used to explain hidden barrier that skilled person to join in 
his or her field. For example, women are bound to glass ceiling.                                            
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                                             CHAPTER ONE  
1.0 Introduction 
 
The chapter presents the background of the study, profile of the case study, statement of 
the problem that is making the research to be conducted, objectives of the study, research 
questions, implication of the study, the scope of the study, and chapter summary. 
 
1.1 Background of the Study 
International Labor Organization (ILO) information of 2008, stated women contribute 
almost 51 % of the world population in most nations in the world. The study found that 
even though women are the majority in the world, it only 30 percent of them that are in 
the labor force. (Kamau, 2006) in his study found that women in colleges and university 
learning institutions are less compared to their male counterpart. Women were ranked in 
minor position with majority lying in the post of being librarian. He identified in one 
private university there was not even a full professor. In the world, Glass ceiling has 
proved   difficulties of women joining the highest positions in corporate activities. (ILO, 
2008) found that 2 percent of women are only in the top management positions of 
corporate firm. 
Even though there are few greatly skilled managers remaining, female discrimination 
continues in many fields. This has continued noting that most women have advanced 
their education skills and most of them can work as managers. The main problems that 
are facing educated women to become managers are; discrimination, social-cultural, 
education, sex and political. This has been the case, despite women demonstrating strong 
capability of being the best managers. This is why the project wanted to evaluate the 
factors influencing career movement of women in management levels in institutions in 
Kenya with reference to the horticulture sector.  
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1.2 Statement of the problem 
 
The background of the study has identified that there is disparities on sex representation 
in top management all over the world.  The cause of the difference in women and men in 
management was not because of education or other skills but because on the basis of sex 
and traditional beliefs. The above mentioned differences have resulted to low 
representation of female in main decision making. This has been in many industries, both 
private and public. Why this form of discrimination is continuing to be practiced yet men 
and women have the same qualifications? Whereas many organizations and government 
have continued to enact laws regarding discriminations, it is still continuing to be 
practices by many organizations. Many international organizations are addressing this 
issue but it is not bearing fruits because of cultures beliefs and other factors.  
There is need for the study to view the identified problems behind the discrimination off 
women. Specifically, it seeks to establish the factors that influence the career 
mobility/progression of women to top management positions in Kenya regardless of the 
countless intensive hard work made to channel this imbalance.       
 
 
 
1.3 Objective of the Study 
The general objective of the study was to investigate factors influencing career mobility 
of women on top leadership management positions in horticulture farms in Kenya. 
1.4 Specific Objectives 
i. To examine the effect of culture on career mobility of women to top leadership 
positions in AAA growers Turi farm. 
ii. To determine influence of organization’s policies on women career mobility to 
top leadership positions in AAA growers Turi farm. 
iii. To investigate effect of organization’s culture on women career mobility to top 
leadership positions AAA growers Turi farm. 
iv. To establish influence of access to equal education opportunities on women 
mobility to top leadership positions AAA growers Turi farm. 
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1.5 Research Questions  
The study identified the following questions: 
i) What are the effects of culture on the upward mobility of women to 
leadership/management positions? 
ii) How do the organization’s policies affect mobility of women to 
leadership/management positions? 
iii) What are the influences of the organization’s culture on women leadership 
positions? 
iv) How accesses to equal education opportunities do affects the mobility of women 
leadership positions? 
1.6 Significance of the Study 
The following are the important of the study. First, the overall leadership of corporate 
organizations could be useful from the information in their planned day to day activities. 
Employment in Kenyan public sector for instance has to be guided by the 30% gender 
rule including consideration of persons with disabilities. Employment Act and the new 
constitution have banned unfair hiring practices. The study can provide important 
information to the government and law makers when enacting Gender rules and 
regulations. Further, the results could help learners or other scholars who wish to use this 
study as a reference. The research can also help women who are agreeing on the issues 
that are affecting the mobility of women as well as helping them how to improve on 
them. 
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1.7 Limitation of the Study 
The study anticipated encountering a number of challenges. Some respondents targeted 
were not available due to prior commitments. The researcher adopted drop and pick 
method whereby questionnaires were left with the respondents for filling. The researcher 
organized with the respondents the appropriate date time to collect them. The institution 
has policies barring distribution of information to others, thus some important 
information which could be withheld. To mitigate, the researcher wanted permission 
from the Manager to undertake the research. This encouraged the target employees to be 
more open. Other targeted respondents either unwilling to co-operate, to even read the 
questionnaire due to lack of interest. The researcher strove to build a good rapport with 
members of the sample. 
 
1.8 Scope of the study 
The project addressed the female permanent workers in AAA Growers Turi farm. The 
study objectives included: To establish the effects of cultural factors influence career 
mobility of women to top posts; to determine the effect of organization rules and 
guideline on women mobility to top leadership posts; to establish whether organization’s 
culture on women mobility to top leadership positions and finally and establish effect of 
equal access to education on women mobility to top leadership positions. It was 
conducted between April, 2017 and October 2017. 
 
 
 
5 
 
                                              CHAPTER TWO  
                                              LITERATURE REVIEW 
2.1 Introduction  
This chapter contains comprehensive review of past studies on the outlined area, 
empirical review, research gaps, and the conceptual framework. 
2.2 Theoretical Review of Past Studies 
2.2.1 Career Development  
According to one of the studies London and Stumpf (1982) that he cited he defined career 
development as the actions or activities one may take relative to what he or she is 
currently doing. Alternatively, another scholar, Sears (1982) defined career to be the total 
constellation of sociological, educational, economical and physical factors that influence 
the achievement of one individual goal in his entire life on the earth. According to 
Swanson 1992, they are four stages of career growth. These achievements include; 
establishment maintenance, exploration, and decline that are not influenced by years of a 
person but by individual situations and circumstances. He continued and said that people 
go through entire life by gaining the following values, skills and customs. Namely   
adapting to change, development of a commitment to work and moving towards 
achieving selected goals.   
Most women are their own victim in most discrimination because they are deeply 
included in negative attitudes at lower levels. Women must be better so that they can be 
of the same to their male counterpart in order to win the promotion in a given 
organizations. Sometimes it becomes very hard to make to the highest position because 
one must be fully equipped and meet the required qualifications (Savage, 2002-2003). 
This is why discrimination is a gender-based hindrance to other specialized replacements 
and therefore becomes a problem to women getting promotions and even making other to 
slowly lose hope. There was a study by David Ovich in 2003 that stated that women had 
become their own enemies on job performances..   
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Bureau Labor of Statistics, a body that deals with human population concluded that 
women and men do not like work in the same organization as managers. According to the 
study, woman likes firms and responsibilities that enable them to combine both work and 
family duties. Even though many women hold senior positions in organizations, they are 
not paid the same than their male counter-part in the same position (Wirth, 2001). In fact, 
most of them are paid less amount of money. Some organizations agree to equalize the 
pay for some women who raise issues but they end up dismissing them and thereby 
creating intimating them (Deloitte and Touche Survey). According to Deloitte most men 
feel work environment has improved but according to women they differ with the 
opinion. In that study, women made a conclusion that male dominates most company 
culture that leads to a serious problem in fighting gender balance. This is for all gender 
especially women. Glass ceiling gives problem not only to individuals also to the entire 
community. It diminishes new leaders in the society. 
2.2.2 Positions of female Workers in Organization sectors in Kenya. 
It was clear that many senior women knew where to find men. However, glass ceiling 
hindered them from reaching the positions that already were dominated by men in the 
corporate firms. From the global perceptive women are now dominating top corporate 
positions, balancing work and family issues as well as moving in the public sector. The 
government of Kenya has made positive efforts in making sure that there is elimination of 
all kinds of discriminations against female in all sectors of employment. Laws have been 
passed in the parliaments that are clearly outlining all forms of discriminations and the 
resulting consequences upon of anyone who commits these crimes. This is giving surety 
that women are so much taken care of by the government. In fact, the law has also 
provided maternity leave of at least 3 months for expectancy mother regardless of the job.   
There is a significant increase in a number of Kenyan female joining the private and 
public sector. However, there are some issues that are making women to fully join these 
sectors in a good number. The main problem is lack of skills that automatically lock them 
from easily joining both private and public employment. This, in turn, makes the women 
try in the informal sector that only provides less income that is not enough to sustain 
women in their families (FIDA, 2011). 
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In some cases women take greater risk compared to men regarding the top management 
positions.  Giving Kenya as an example, issue of financial services had been ensured to 
run smoothly through the formation of women financial group. This has enhanced many 
women to join corporate firms and business and enjoy the top positions. According to 
(Business Daily, May 2010) a number of Kenyan women had engaged in global 
economic turbulence and landed to corporate staffs. However, there are significant 
numbers of Kenyan women who hold top management positions both locally and 
internationally 
According to Business Daily on May 2010 the following women held senior positions; 
Jane Kabiru who is the Head of British American Tobacco, Nancy Oginde who is the 
head of Legal and Compliance of Africa, Head of Stakeholder Engagement and 
Reputational Risk –Maryann Mwaniki Gateri, Managing Director of East and South 
Africa- Adema Sangale and the CEO of Infotrak -Angela Ambitho 
Only a small percentage of women manage to reach the management level worldwide in 
comparison to men at various levels, including career growth, leadership or politics. 
According to Cole, 1997 it was found that in America and London gender balance is 
almost the same; women contribute small percent in the management levels. The rest are 
abandoned at their area of work. 
Sometimes it is difficult for men to live with women who are in high positions; this is 
because men feel they will be harassed by women as they try to force some them some 
duties that are purely meant for them. This customs totally denies women to be the head 
of the family, yet they are the one who play the major roles. According to Miss Njoki 
Ndungu, once a member of parliament between 2002 and 2007 quoted that many women 
do not trust on themselves. Ndungu evidenced this by the nature of most women not 
having confidence in themselves. In most cases, Ndungu evidenced that many women are 
their own enemy by trying to support men towards leadership positions. According to 
her, many women support their men fully towards their career achievement. 
The main areas of women are the duties of managing and raising kids in their respective 
homes till they attain the maturity age. Many women lack mentors in the career 
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development and also role models. This is perhaps why there are few women in the top 
positions in the society. This does not only include in the society, but also in colleges, 
universities or other institutions. Young women should emerge and address this matter as 
early as now.  Women need to trust and belief in them and take action on the 
management. Women need to move globally and take up the opportunities in the world 
(Armstrong 2000). According to the study men have many opportunities compared to 
women in the entire world. (Desser, 2003) stated that many should be considered in all 
opportunities that arise. 
Many women find them in confusions especially when they go to maternity leave. This is 
because some of find dismissal letters which make them to be confused why they should 
be sacked, yet it was it is legalized globally. Only few employers who accept them back. 
The question that employers should ask them giving them dismissal letter is whether the 
absenteeism was just for the sake it was formal. With all efforts made by the women, the 
plight of women should never be locked or limited. The law should clearly address the 
matter like it does to another form of employments crime like retrenchment or unfair 
dismissal. 
Many African nations have dismissed women compared to other nation across the world. 
They are given minor and difficulties jobs especially in agriculture sectors yet they have 
capabilities to work even in the manufacturing sector or public sector. Some women have 
all the skills and qualifications too high positions but their application is ignored. In 
Kenya, as an example, women have limited role in nation buildings and major decisions 
making since 1985(Bushra, 1988). This has hindered them in securing the best positions 
in any organizations. 
According to the report by East Africa Standard Newspaper on 10 October year 2005 
many women in East Africa countries are not adequately included in decision-making 
process. This clearly outlined why there is poor governance in corporate firms. The report 
was not limited role compared to that complied by NCAPD and UNFPA. The report 
stated was facing major problems while addressing the issues of women and 
opportunities. 
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According to the Newspaper in Kenya population of 70 percent of children who enroll in 
primary school they are girls. As a result of gender imbalance, only a small percent join 
high school and as result the percent drops again in the university level. This makes the 
ratio of the boy to girl in high school widen and also in university level even to widen 
worse. 
2.2.3 Social Cultural factors and Women Career Progression 
In the environment we are in, culture surrounds us and plays an important duty of 
ensuring the means we stay at any moment in the earth. Culture defines the roles and 
events of individuals both locally and internationally. The government of Kenya has 
made positive efforts in making sure that there is the elimination of all kinds of 
discriminations against a female in all sectors of employment. Laws have been passed in 
the parliaments that are clearly outlining all forms of discriminations and the resulting 
consequences upon of anyone who commits these crimes. This is giving surety that 
women are so much taken care of by the government. In fact, the law has also provided 
maternity leave of at least 3 months for expectancy mother regardless of the job.   
The main problem is lack of skills that automatically lock them from easily joining both 
private and public employment. This, in turn, makes the women try in the informal sector 
that only provides less income that is not enough to sustain women in their families. 
. Giving Kenya as an example, the issue of business and financial services had been 
ensured to run smoothly through the formation of women financial group. This has 
enhanced many women to join corporate firms and business and enjoy the top positions. 
According to (Business Daily, May 2010) a number of Kenyan women had engaged in 
global economic turbulence and landed to corporate staffs. 
.  
According to Business Daily on May 2010 the following women held senior positions; 
Nancy Oginde who is the head of Legal and Compliance of Africa, Head of Stakeholder 
Engagement and Reputational Risk –Maryann Mwaniki Gateri, Managing Director of 
East and South Africa- Adema Sangale and the CEO of Infotrak -Angela Ambitho.Only a 
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small percentage of women manage to reach the management level worldwide in 
comparison to men in various levels, including career growth, leadership or politics. 
According to Cole, 1997 it was found that in America and London gender balance is 
almost the same; women contribute to only 35 % of workforce and small % hold the 
management levels. The rest are abandoned at their area of work. 
Sometimes it is difficult for men to live with women who are in high positions; this is 
because men feel they will be harassed by women as they try to force some them some 
duties that are purely meant for them. This is a belief in Africa customs that women are 
not supposed to be the head of the family, and this makes it hard for men to accept them 
in the society. According to Miss Njoki Ndungu, once a member of parliament between 
2002 and 2007 quoted that many women do not trust on themselves. Ndungu evidenced 
this by the nature of most women not having confidence in themselves. In most cases, 
Ndungu evidenced that many women are their own enemy by trying to support men 
towards leadership positions. According to her, many women support their men fully 
towards their career achievement. 
 Many African nations have dismissed women compared to other nation across the world. 
They are given minor and difficulties jobs especially in agriculture sectors yet they have 
capabilities to work even in the manufacturing sector and informal sector. Some women 
have all the skills and qualifications too high positions but their application is ignored. In 
Kenya, as an example, women have limited roles in nation buildings and major decisions 
making since 1985(Bushra, 1988). This has hindered them in securing the best positions 
in any organizations. 
According to the report by East Africa Standard Newspaper on 10 October year 2005 
many women in East Africa countries are not adequately included in decision-making 
process. This clearly outlined why there is poor governance in corporate firms. The report 
was compiled by NCAPD and UNFPA. The report stated was facing major problems 
while addressing the issues of women and opportunities. 
Family interests in the work places has led to poor results in the companies it is involved. 
According to Canada Board, 52 percent of women in the working organizations were 
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found to be having difficulties in dealing with family ties. The study clearly showed that 
work -family balance is a problem involving working people especially women. 
Most children are lacking parental love due to the absence of their parents during their 
early ages. This is making most of parent to have a lot of stress in trying to balance their 
work and time for family. According to General Social Survey of 1998 in Canada, it 
stated that most parents and single mothers who were working full time had a lot of stress 
because of family issues. (Njiru 2013) outlined that majority of people try hard when it 
comes to balancing family and work. Majority of these people had duties either in the 
community, the private sector, or informal sector. The effects of the stress can lead to 
mental health, which in turn leads to poor health and eventually can lead to death. 
Sometimes it may also lead to separation of the family especially where a husband and 
wife work in same organizations. The study conducted by Allen et at in 2000 concluded 
that there is a strong correlation between stress and work. He stated that women are the 
most stressed in work compared to men counter-part. Allen noted that men use alcoholic 
drink to remove stress whereas women keep silence and their stress end up in family a 
tussle. Family conflict established by women is caused by stress and anxiety in the work- 
places. The study reported that there is a significant correlation between anxiety and 
stress in workplaces by women. Fronze, 2004 showed that work-family conflicts are 
brought by individuals who are at work full time. He also noted that drugs like an 
alcoholic, heroine also causes family conflict though at a lower rate. 
Many women lack mentors in the career development and also role models. This is 
perhaps why there are few women in the top positions in the society. This does not only 
include in the society, but also in colleges, universities or other institutions. Young 
women should emerge and address this matter as early as now. Women need to trust and 
belief in them and take action on the management. Women need to move globally and 
take up the opportunities in the world (Armstrong 2000). According to the study men 
have many opportunities compared to women in the entire world. (Desser, 2003) stated 
that many should be considered in all opportunities that arise. Many women find them in 
confusions especially when they go to maternity leave. This is because some of them find 
12 
 
dismissal letters which makes them to confused why they should be sacked, yet it was it 
is legalized globally. 
Only few employers who accept back women to work. The question that employers 
should ask them when giving them dismissal letter is whether the absenteeism was just 
for the sake or it is formal. With all efforts made by the women, the plight of women 
should never be locked or limited. The law should clearly address the matter like it does 
to any other form of employments crime like retrenchment or unfair dismissal. They are 
given minor and difficulties jobs especially in agriculture sectors yet they have 
capabilities to work even in manufacturing sector. In Kenya, as an example women have 
limited participations nation buildings and major decisions making since 1985(Bushra, 
1988). This has hindered them in securing the best positions in any company. (Eisernburg 
and Clermont, 2005) in their study found that 80 percent of women workers were 
discriminated in the federal civil positions. 
According to the study by Eisenberg and Clement in 2005, only 26 percent of employees 
made to final trial in federal judgment. They noted that majority of the discriminated 
women fail to file cases considering that they will also find another man. Most case in 
early years was never successful and most of them were never completed because they 
lacked sufficient evidence. Nevertheless, only a few of job applicant would be willing to 
apply for given post if they think employers are not fair with its workers. In Kenya, many 
employees prefer to have many minorities in their job than many skilled employees 
because they can’t sue them if they take any crime of employment. According to ILO, 
2001 most employers do not pay their women maternity leave and child -care allowances. 
The government of Kenya has made positive efforts in making sure that there are 
reductions of all kinds of discriminations against female in all sectors of employment. 
Laws have been passed in the parliaments that are clearly outlining all forms of 
discriminations and the resulting consequences upon of anyone who commits these 
crimes. 
13 
 
2.2.3 Organization Policies 
Report from the Study by Human Resource Department ((Bain & Cummings, 2005) 
found that many women agreed that women lack career models and goal setting to 
improve on themselves. In Kenya, Gender disparity has delayed investment opportunities 
and also career growth of women. This eventually has led to unemployment, poor 
economic growth in the country and also poverty level has increased (Suda, 2004) 
The main areas of women are the duties of managing and raising kids in their respective 
homes till they attain the maturity age. Many women lack mentors in the career 
development and also role models. This is perhaps why there are few women in the top 
positions in the society. This does not only include in the society, but also in colleges, 
universities or other institutions. Young women should emerge and address this matter as 
early as now. Women need to move globally and take up the opportunities in the world 
(Armstrong 2000). According to the study men have many opportunities compared to 
women in the universe. (Desser, 2003) stated that many should be considered in all 
opportunities that arise. 
Many women find them in confusions especially when they go to maternity leave. Only, 
few employers who accept them back. The question that employers should ask women 
when issuing dismissal letter is whether the absenteeism is formal. With all efforts made 
by the women, the plight of women should never be locked or limited. Many nations 
have dismissed women in comparison to men across the Africa. They are given minor 
jobs especially in agriculture sectors yet they have capabilities to work even in 
manufacturing sector or other public sectors. In Kenya, as an example, women have 
limited participations nation buildings. This has hindered them in securing the best 
positions in the government.  
According to the report by East Africa Standard Newspaper on 10 October year 2005 
many women in East Africa countries are not adequately included in decision-making 
process. This clearly outlined why there is poor governance in corporate firms. Men 
almost outdo women in all areas and sometimes they may regard themselves as superior. 
This should not be the case because all human being is equal before eyes of the God. 
Almost all companies in the entire nation have this form of gender imbalance in the day 
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to day activities. According to Blake (2004), strategies must be taken and implemented to 
avoid this continuing in centuries. 
Labor department in America defined Glass Ceiling as the factors which prevent skilled 
people in advancing in top management positions in companies. If the glass ceiling is 
there female receive low incomes compared to men. This in end results to gender 
inequality. Women are the most affected in discriminations and at the end, they bear the 
consequences of discriminations. (Savage, 2004) in his study noted that it is difficult to 
reach to the senior position if hiring process is on merits. (Eisernburg and Clermont, 
2005) in their study found that 80 percent of women workers were discriminated in the 
federal civil positions. 
According to the study by Eisenberg and Clement in 2005, only 26 percent of employees 
made to final trial in federal judgment. They noted that majority of the discriminated 
women fail to file cases considering that they will also find men. Most cases, in early 
years were never successful and most of them were never completed because they lacked 
sufficient evidence. Nevertheless, only a few of job applicant would be willing to apply 
for given post if they think employers are not fair with its workers. In Kenya many 
employees prefer to have many minorities in their job than many skilled employees 
because they can’t sue them if they take any crime of employment. According to ILO, 
2001 most employers do not pay their women maternity leave and child -care allowances. 
The government of Kenya has made positive efforts in making sure that there is no form 
of discriminations against the women in all sectors of employment. Although there is 
strong correlation in the number of Kenyan female joining the private sector; some issues 
still make it impossible for women to fully join these sectors. The main problem is lack 
of skills that automatically lock them from easily joining both private and public 
employment. This, in turn, makes the women try in the informal sector that only provides 
less income that is not enough to sustain women in their families (FIDA, 2011).In 
previous cases women were taking bigger risk, thereby opening a door that could create 
room for more positions of women to enroll for employment opportunities. 
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 Laws have been passed in the parliaments that are clearly outlining all forms of 
discriminations and the resulting consequences upon of anyone who commits these 
crimes. This is giving surety that women are so much taken care of by the government. In 
fact, the law has also provided maternity leave of at least 3 months for expectancy mother 
regardless of the job. In Kenya, for example, the issue of financial services had been 
ensured to run smoothly through the formation of women financial group. This has 
enhanced many women to join corporate firms and business and enjoy the top positions. 
According to (Business Daily, May 2010) a number of Kenyan women had engaged in 
global economic turbulence and landed to corporate staffs. 
According to Business Daily on May 2010 the following women held senior positions; 
Jane Kabiru who is the Manager of Tax and Treasury at British American Tobacco, 
Engagement and Reputational Risk –Maryann Mwaniki Gateri, Managing Director of 
East and South Africa- Adema Sangale and the CEO of Infotrak -Angela Ambitho. Only 
a small percentage of women manage to reach the management level worldwide in 
comparison to men at various levels, including career growth, leadership or politics. 
According to Cole, 1997 it was found that in America and London gender balance is 
almost the same, women contribute to only 35 percent of the workforce and only a small 
percent of two hold the management levels. The rest are abandoned at their area of work. 
Sometimes it is difficult for men to live with women who are in high positions; this is 
because men feel they will be harassed by women as they try to force some them some 
duties that are purely meant for them. This is a belief in Africa customs that women are 
supposed to be servant in their family; this makes it hard for men to accept them in the 
society. According to Miss Njoki Ndungu, once a member of parliament between 2002 
and 2007 quoted that many women do not trust on themselves. Ndungu evidenced this by 
the nature of most women not having confidence in themselves. In most cases, Ndungu 
evidenced that many women are their own enemy by trying to support men towards 
leadership positions. According to her, many women support their men fully towards 
their career achievement. 
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They are discriminated regardless of the race or occupations (Blumberg, 2007). However, 
(Kimel, 2004) noted that women are surprising the universe by doing well than their male 
partners. He reported that if any given company women are half, the performance of the 
company is positive in comparison with a company with majority of the companies with 
a higher number of men working in the same organizations. Men almost outdo women in 
all areas and sometimes they may regard themselves as superior. Almost all companies in 
the entire nation have this form of gender imbalance in day to day activities. According to 
Blake (2004), strategies must be taken and implemented to avoid this continuing in 
centuries. 
 Konnan, 2009 identified that some programs in companies are, meant to improve the 
well-being of women towards their career achievement. According to him, some 
programs may help to increase results of the company. Women should be encouraged to 
create more programs that are not based on the culture and beliefs. If companies can 
implement the programs and utilize full manpower, the outcomes will increase. 
2.2.4 Organizational Culture 
 
Many organizations groups consider societies ideas in instead of looking for individuals 
who would fit well for any given job. The organization hiring process only considers the 
expectations of groups in term of race and skills instead of looking at the capability of 
individuals if given an opportunity. The organizations usually separate jobs based on the 
beliefs and customs that certain gender fit for the particular job and so on (Njiru 2013). 
This is a clear indication that women are discriminated in hiring and recruitment 
processes. They are discriminated regardless of the race or occupations (Blumberg, 
2007). However, (Kimel, 2004) noted that women are surprising the universe by doing 
well than their male partners. He reported that if any given company women are half, the 
performance of the company is positive in comparison with a company with the majority 
of companies with a higher number of men working in the same organizations. Men are 
giants than women in all areas and sometimes they may regard themselves as superior. 
Almost all companies in the entire nation have this form of gender imbalance in the day 
to day activities. 
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Labor department in America defined Glass Ceiling as the factors which prevent skilled 
people in advancing in top management positions in companies. If the glass ceiling is 
there female receive low incomes compared to men. This in end results to gender 
inequality. Women are the most affected in discriminations and at the end, they bear the 
consequences of discriminations. (Savage, 2004) in his study noted that it is difficult to 
reach to the senior position if hiring process is on merits. (Eisernburg and Clermont, 
2005) in their study found that 80 percent of women workers were discriminated in the 
federal civil positions. According to the study by Eisenberg and Clement in 2005, only 26 
percent of employees made to final trial in federal judgment. Most case in early years was 
never successful and most of them were never completed because they lacked sufficient 
evidence.  
Nevertheless, only a few of job applicant would be willing to apply for given post if they 
think employers are not fair with its workers. In Kenya, many employees prefer to have 
many minorities in their job than many skilled employees because they can’t sue them if 
they take any crime of employment. According to ILO, 2001 most employers do not pay 
their women maternity leave and other allowances. Despite the increases in birthrate, 
many women end up home empty-handed. With the current economic situation in our 
country, we call upon Kenyan employers to stop this form of discrimination again the 
Kenyan women. The issue of women losing their job during pregnancy was there before 
even during the recession cycles. It is estimated that during this cycles at least thirty 
thousand women lose their job opportunities. This is a serious effect that leads to massive 
discomfort as well as gender imbalance. The issue needs to be addressed. This is again 
another form of discriminations that is outlined in the law. Stakeholders need to take 
proper measures to reduce the gender inequality. Parliament should enact a law that 
protects gender imbalance among the women who face the issue of dismissal. 
2.2.5 Access to equal education opportunities 
FIDA, (2011) claim that the major problems denying women from accessing both public 
and private sector of employment is lack of enough education that automatically 
influenced women. This makes women struggle in other sectors that only provide low 
salaries that are not enough to sustain their children. 
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NCAPD and UNFPA deduced a report that indicated that of 70 percent girls that enroll in 
primary education only a small percent of them continues to high school. This number 
continues to diminish even more badly in university and college. This study involved 
East African countries. The problem is serious bearing in mind that there is free primary 
and secondary education and also subsidized university education. According to East 
Africa Newspaper of 10 October 2015, the rate of enrolment of boys is higher than of 
girls in the university level. 
Muthoni (2009) observed that as a result of gender discrimination it makes illiterate girls 
marry at early ages. This has been the case especially in the primary level where they end 
up marrying at this stage, thus making primary education end of education. Laws have 
been passed in the parliaments that are clearly outlining all forms of discriminations and 
the resulting consequences upon of anyone who commits these crimes. This is giving 
surety that women are so much taken care of by the government. In fact, the law has also 
provided maternity leave of at least 3 months for expectancy mother regardless of the job.   
Even though there has a significant increase in Kenyan female joining the private and 
public sector, some issues still make it impossible for women to fully join these sectors. 
The main problem is lack of skills that automatically lock them from easily joining both 
private and public employment. This, in turn, makes the women to try in the informal 
sector that only provides less income that is not enough to sustain women in their 
families (FIDA, 2011). In Kenya, for example, issue of management services had been 
ensured to run smoothly through the formation of women financial group. This has 
enhanced many women to join corporate firms and business and enjoy the top positions. 
According to (Business Daily, May 2010) a number of Kenyan women had engaged in 
global economic turbulence and landed to corporate staffs. 
Only a small percentage of women manage to reach the management level worldwide in 
comparison to men in various levels, including career growth, leadership or politics. 
According to Cole, 1997 it was found that in America and London gender balance is 
almost the same, women contribute to only 35 percent of the workforce and only a small 
percent of two hold the management levels. The rest are abandoned at their area of work. 
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Sometimes it is difficult for men to live with women who are in high positions; this is 
because men feel they will be harassed by women as they try to force some them some 
duties that are purely meant for them. This is a belief in Africa customs that women are 
not supposed to be the head of the family, and this makes it hard for men to accept them 
in the society. 
The projection of gender duties is diminishing especially in natural sciences where there 
has been a general increase in women. The only major improvement in female sector is in 
the field of health and social sciences, where women dominate at higher rate. For 
instances, it is approximated that 90 % of women students are in the line of social and 
health education. This is clear information that women can work well in manufacturing 
and technical industries. 
Women are in the track of dominating almost all line; however, men are also increasing 
in the same rate. Education, 2012 women are currently diverting inn their career choice 
compared to men. Female dominate in the fields of health and social welfare, whereas 
men dominate in engineering and technology line. 
 
2.3 Empirical Review 
A study by Njiru (2013) has highlighted the challenges faced by women as they seek to 
advance in their career pursuits in Kenya. The study concurs with findings by other 
scholars in that there is a general consensus that women are separated when recruiting, 
selecting and replacement. Njiru (2013) found out that women career progression is 
affected mostly by cultural factors and the ‘glass ceiling’. In her study, Suda (2004), 
focuses on access to education. He added that Kenya women have limited access to 
learning institutions, limited access to manufacturing companies, heavy duties and also 
cultural attitudes. These factors have made women to have limited involvement in the 
modern industries. 
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There was a study in Kenya by Suda on Gender disparities that showed workforce in the 
new sector were below 25 percent over a quiet period of time in comparisons to men who 
had a large portion. Many of women were either given opportunity in learning institutions 
or in other private sectors. However, those who were engaged in the agricultural sector 
were usually casuals. The study found that those working in agricultural were women and 
more worse there were casuals. Despite the increasing number of women in agricultural 
sectors there is limited role women are given. However, according to the traditional 
women had low paying career including secretary; community nursing; clerk jobs 
messages and nursery teachers. These are attitudes that brought women to be 
discriminated (Tinklin, et al, 2005) 
Astin, (2004) and Nieva & Gutek, (2011) have focused more on cultural factors. They 
made conclusions that conclusion that caring women value their husbands and children at 
their work places. (Neiva and Gutex, 2012) concluded that women help their men to 
maintain their partnership business. Even though women assist their men they do not 
receive any income, and if they are paid is just a small amount of money. However, men 
are bound to be paid in these businesses. 
Newman and Mathews (2009); Blair-Loy and Wharton, (2004) focused on policies and 
practices at the workplace. This is because men have beliefs that certain areas are of 
power, work structures and policies may reflect the life experience of women and men.  
The study found outlined flexibility of work structures, good remuneration, and child care 
allowances home-based employment as key policies that could improve job performance. 
(Dex and Joshi 2009) suggested that family to be taking practices of the form of career 
growth, sick allowance and leave allowances. Newsman and Mathew 2009 underlined the 
principle of family policies. 
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2.4 Summary of the Gap filled by the Study 
This project reviewed literature associated with the main study objectives that 
overviewed other scholar study and work. On viewing the management toward women 
career growth, it was evidenced that many employers had negatives attitudes towards the 
female in their job activities and as well their career development (Dale et al, 2005). 
Many employers’ beliefs in traditional that the role of women in the organization is small 
since they have family responsibility compared to men. Some arguing that they have 
many issues that cannot make them suitable for top positions. Regarding policies and 
practices, literature review outlines that some rules are meant to affect the career growth 
of women. According to Blair –loy, and Wharton, 2000 many men are still holding 
traditionally positions. They continued and concluded that culture also affects gender 
balancing in work and family responsibilities, especially to women. Njiru 2013, family 
and work duties can lead to mental health especially in women compared to men. He 
argued that mental health can result to dissatisfactions on various individuals. The 
literature review generally identified sex imbalance, sexual harassment, culture beliefs 
and access to learning institutions as the main factors influencing career growth of 
women at their area of work. The literature review does not show the position in the 
floriculture sub-sector, a gap this study sought to fill. 
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2.5 Conceptual Frame work 
 
Independent variable                                       Dependent Variable 
 
 
 
 
 
 
 
 
  
 
 
 
 
 
 
Figure 2.5 Conceptual Framework 
2.5.1 Explanation of Variables 
The study was premised on the assumptions that cultural factors, organization policies, 
organizational culture and access to education are positively related to career progression 
of women in the horticulture farms. 
2.5.1.1 Cultural Factors 
There is a direct relationship between cultural factors and career progression of women.  
Most employers hold some traditional beliefs that they are certain jobs for men and others 
for women thus creating differences.  
2.5.1.2 Organization’s Policies 
 On the view in the literature review it has indicated that the following policies and 
practices affect both men and women. They include traditional beliefs that men should 
hold some powers, personal policies and work structures that lead in conflict between life 
of women and men. 
Cultural Factors 
Organization Policies 
Organizational 
culture 
Access to equal 
education 
opportunities 
 
Career mobility of women in 
horticulture farms 
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2.5.1.3 Organizational Culture 
Some organizations only consider the society ideas on what workers are suitable for 
doing certain work. Job recruitment only considers informal expectations, which are only 
based on race, gender and classes of people that suitable for a particular position. This 
has been a case especially for women thus leading to gender imbalance. 
2.5.1.4 Access to equal Education opportunities 
According to previous researchers Kenya women have been denied access to level of 
education thus leading to limited participation of women in modern sector. 
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                                           CHAPTER THREE 
                                  RESEARCH DESIGN AND METHODOLGY 
 
3.1 Introduction  
This chapter provides a systematic description of the research methodology that was used 
to answer questions described in chapter one of this research proposal. The methodology 
used in the research study includes; the target population, sample, and sampling 
technique, pilot study, data collection procedure sample size, data collection analysis and 
presentation. 
3.2 Research Design  
Descriptive case study was used. This is based on Cooper (2003) who stated how a 
descriptive design is the best when doing a case study. Descriptive in this study therefore 
was the best research design to use. This design was more important in providing an in-
depth understanding of the factors influencing career progression of women in all 
horticulture farms with specific reference to AAA Growers Turi farm within Nanyuki 
area.  
3.3 Target Population  
The population of this study included all female permanent employees in AAA Growers 
Turi Farm irrespective of the current job positions/grades. Currently the farm has 36 
female employees broken down as shown on table 3.1 blow. 
 
 
 
25 
 
Table 3.1: Target Population 
Category  Number Percentage 
Management staff 12 33 
Clerical staff  24 67 
Total  36 100 
Source: Human Resource Manager, AAA Growers 
3.4 Sample size and sampling procedure 
Mugenda (2003) stated that a sample size of 10 and 30 percent of the population is good 
provided the selected items are at least 30.  Considering the Mugenda (2003) the study 
stratified respondents and graded them in 50 % of each. In order to give each member 
equal opportunity researcher had to use simple-random sampling method. The actual 
sample size is shown in table 3.2 below. 
Table 3.2: Sample Size 
 
 
 
3.5 Data Collection procedure 
Data was collected using primary methods and also secondary data. Questionnaires were 
used to collect primary data. The study use self–administered questionnaires. 
Questionnaires were made clear, simple for all respondents to fill appropriately. The 
method of data collection was the best for all respondents (Mugenda and Mugenda 2003).  
Category  Number Sample size  Percentage of total sample  
Management staff 12 8 32 
General  staff  24 17 68 
Total  36 25 100 
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3.6 Data Analysis and Presentation  
Data collected was analyzed using Microsoft –excel, presented using tables and charts. 
3.7 Reliability and Validity of Instruments 
The researcher obtained permission from relevant sub-divisional sections of the 
organization to meet people and give out the questionnaires. Findings from the validity 
was carefully considered and ensured that the used research instruments that reflected the 
study. To test reliability a pilot study was conducted out using a test method. 
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                                                      CHAPTER FOUR 
              DATA ANALYSIS PRESENTATION AND INTERPRETATION 
4.1 Introduction 
This chapter contains the analyses of the data collected, findings of the study, 
conclusions, and recommendations of the study.  
4.2 Data Analysis 
4.2.1 Background Information 
4.2.1.1 Response Rate 
Twenty –five questionnaires were given out. Twenty-three questionnaires were returned 
correctly filled up and were subsequently analyzed. This is shown in table 4.1 below 
 
Questionnaires Frequency Percentage 
Returned  23 92 
Not returned   2 8 
Totals  25 100 
   SOURCE 2017 
The table above represented response rate of 92%, which was considered enough to 
represent the population.  
4.2.1.2 Gender of respondents  
All respondents were female which 100% was. The findings are sown in the table below. 
Table 4.2: Number of respondents and gender 
Gender Frequency Percent 
Male 0 0 
Female 23 100 
Total 23 100 
        SOURCE 2017 
28 
 
4.2.1.3 Qualifications of the respondents 
 Qualifications of respondents were analyzed and shown in table 4.3 below 
 Table 4.3: Qualifications of the respondents 
Education Frequency Percentage 
Masters 2 9 
Bachelor degree 4 17 
Diploma 7 30 
Certificate 10 44 
Total 23 100 
    SOURCE 2017 
From the survey, the respondents composed of ; 9% holders of master’s degree, 17% 
holders of bachelor’s degree, 30% diploma, and 44% certificate. This implies that 
majority of female workers on this farm have low levels of academic qualifications. 
4.2.1.4 Employment history 
 The study sought to establish length respondents worked for the farm. Data obtained was 
analyzed and presented in table 4.4 below. 
Table 4.4: Work experience 
Duration Frequency Percent 
0-5 years 12 52 
6-10 years 5 22 
11-15 years 3 13 
16-20 years 2 9 
Over 20 years  1 4 
Total 23 100 
       
(Primary data source -2017) 
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 From the table 4.4 above, 52 percent of the respondents had an experience of 5 years and 
below while only 4 percent had over 20 years’ experience. This implies that majority of 
female employees have been on the farm for less than 10 years.   
4.2.1.5 Age of respondents 
Age distribution of respondents was as shown on table 4.5 below 
Table 4.5 Ages  
 
Age brackets  Frequency Percent 
Below 25 years 6 26 
25-35 years 11 48 
36-45 years 4 17 
Over 45 years 2 9 
Total 23 100 
SOURCE 2017 
Majority of respondents fall below 36 years with 26% below 25 years and 48% between 
25 and 35 years. This implies that majority of female employees in the farm are within 25 
and 35 age bracket.  
4.2.1.6 Marital status of respondents 
Table 4.6 below presents marital status of respondents 
Table 4.6: marital status  
 
Age brackets Frequency Percentage 
Married  5 22 
Divorced  3 13 
Widowed  2 9 
Separated  2 9 
Single  11 47 
Totals  23 100 
SOURCE 2017 
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It was observed that majority of respondents which was 47% were single. Married 
respondents were 22%, divorced 13%, widowed and separated 9% respectively. The 
study concluded that married female employees are relatively few in the farm. 
4.2.2 Data analysis according to research objectives 
4.2.2.1 Cultural factors 
Whether socio-cultural factors influence the upward mobility of women  
On the question of whether social-cultural factors affect the mobility of women the 
following results were obtained in table 4.7 and figure 4.1 below.  
Table 4.7: Whether socio-cultural factors influence the upward mobility of Women  
 
         SOURCE 2017 
Almost all respondents agreed that social-cultural factors influence the upward mobility 
of women which was 89%. Further analysis was presented in figure 4.1 below 
Figure 4.1: Whether socio-cultural factors influence the upward mobility of Women  
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 Whether socio-cultural factors influence Frequency Percent 
Yes 20 89 
No 3 11 
Total 23 100 
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Only 11% of the respondents agreed that social –cultural factors does not influence 
women. This led to the conclusion of a close and positive correlation between socio-
cultural factors and career mobility of women working in the horticulture sub-sector. 
Capability of women in leadership positions 
The researcher further inquired on the respondents’ perception of the women capabilities 
in leadership positions 
Table 4.8: Whether women are as capable as men in leadership. 
 
 Frequency  Percent 
Yes  21 91 
No 2 9 
Total  23 100 
 SOURCE 2017 
Information on table 4.8 above shows that despite the social-cultural factors hindering 
women from improving in positions. It was found that 91 % of the respondents agreed 
that women have capability, while 9 % of them were in disagreement. The study 
therefore can conclude that women have equal capability same as that of men in 
managements. 
Various socio-cultural factors hindering women career mobility 
Respondents were asked to state the various social-cultural factors that hinder women 
from upward mobility. These were presented in the table 4.9 below. 
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Table 4.9: Social-cultural hindrances to women 
 
 
Factors 
Freq. Percent 
Discrimination 4 17.39 
Family responsibilities 3 13.04 
Should not be educated 2 8.69 
Women to look after children 3 13.04 
Lack awareness 1 4.35 
Lack of confidence 1 4.35 
Leadership linked to bravery, great physical ability 2 8.69 
Stereotyping 1 4.35 
Women assist their husbands 1 4.35 
Women are the weak gender 1 4.35 
No confidence with women 1 4.35 
Women should be in kitchen  1 4.35 
Secondary roles played by women 1 4.35 
Women are like kids 1 4.35 
Total amount 23 100.00 
   SOURCE 2017       
Data presented in table 4.9 above there are various social-cultural factors that influence 
career mobility.  
Status of women leadership in the community 
The researcher sought to establish whether women are offered equal leadership 
consideration with men in their respective communities and the findings were presented 
in table 4.10 and figure 4.2 below 
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 Table 4.10: Whether women are given leadership positions in the community. 
SOURCE 2017 
There was divided opinion since 52% agreed that women are given equal consideration 
with men. Further analysis was presented in figure 4.2 below 
Figure 4.2: Whether women are given leadership positions in the community  
 
 
 
As shown in figure 4.2 and table 4.10 above, 48% were of the view that women are not 
given same consideration for leadership positions in the community. This led to the 
conclusion that even in the community; women are disadvantaged when it comes to 
leadership positions.  
 
 Whether socio-cultural factors influence Frequency Percent 
Yes 12 52 
No 11 48 
Total 23 100 
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Extent cultural factors influence women career mobility 
The study further sought to establish the extent to which social- cultural factors influence 
women career mobility and the findings were presented in table 4.11 below. 
Table 4.11: Extent cultural factors influence women career mobility 
 
Extent  Frequency  Percent 
Very great extent 10 43 
Great extent 7 30 
Moderate extent 4 17 
Less extent 1 5 
Not at all 1 5 
Total 23 100 
SOURCE 2017 
 From the findings on table 4.11 above, 43% of the respondents indicated that social-
cultural factors influenced women career mobility to a very great extent, 30% to a great 
extent, 17% to a moderate extent, 5% o less extent and another 5% to no extent. This led 
to the conclusion that social-cultural factors influence women career mobility in the 
flower farms. 
4.2.2.2 Workplace policies 
The study further sought to establish the influence of workplace policies on women 
career mobility in the horticulture farms. Findings were presented in the following 
sections. 
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Sensitivity of workplace policies to women employees  
Table 4.12: Whether workplace policies are sensitive to women unique roles as 
mothers 
 
 Frequency  Percent 
Yes 9 40% 
No  14 60% 
Total 23 100% 
SOURCE 2017 
  Findings presented in table 4.12 above indicate that 40% of the respondents felt that 
work policies are sensitive to women given their unique roles as mothers. 60 percent of 
the respondents were in agreement that work-policies affect females in role of mothers. 
This implies that workplace policies are not particularly sensitive to women given their 
unique and often demanding roles which have to be balanced carefully. 
Policies on Maternity leave 
Respondents were asked to state whether the organization adheres to the statutory 
provisions for both maternal and paternal leaves. The following were the findings in table 
4.13. 
Table 4.13: maternal leave policies 
 
SOURCE 2017 
There was divided opinion since 52% agreed that statutory provisions on maternal and 
paternal leaves are adhered to. Further analysis was presented on the figure 4.3 below 
 Maternal leave Frequency Percent 
Yes 12 52 
No 11 48 
Total 23 100 
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Figure 4.3: Maternal leave  
 
 
 
As shown in figure 4.3 and table 4.13 above, 48% were of the view that statutory 
provisions on both maternal and paternal leaves are not given due. This led to the 
conclusion that women are disadvantaged when t comes to maternal leave policies in the 
organization.  
Policies unfriendly to women employees 
On the question of policies the following are findings from the respondents as shown in 
table 4.14 below. 
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Table 4.14: Policies unfriendly to women 
Policies Frequency  
Percentag
e  
Long time period  8 33 
Losing leave when pregnancy leave  1 4 
Night shift 2 9 
Passport policy 1 4 
Short maternity leave 5 24 
Policy transfer 2 8 
Overtime working 4 18 
Total 23 100 
SOURCE 2017 
As shown in the table 4.14 above, these policies include; long working hours, short 
maternity leave and night shift are examples policies. Thirty-three percent felt long 
working hours are unfriendly to women, 4% losing of leave when maternity leave has 
been taken, 9% night shift, 4% passport policy, 24% short maternity leave, and 17% felt 
working overtime were all mentioned as out-rightly unfriendly to women. 
Policies addressing gender imbalance in employment 
Table 4.15 and figure 4.4 present the findings on gender imbalance in employment.  
Table 4.15: Whether policies addressing gender imbalance are implemented 
 
Yes/No Frequency Percentage 
No  16 70 
Yes 7 30 
Amount  23 100% 
SOURCE 2017 
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Findings presented in table 4.15 above show that policies addressing gender imbalance at 
places of work are not being implemented. 
Figure 4.4 whether policies addressing gender imbalance are implemented 
 
 
 
From the findings  on both table 4.15 and figure 4.4 above, 70% of respondents felt that 
the flower farm was not implementing policies meant to address the gender imbalance in 
workplaces. Only 30% of the respondents felt that these policies were being 
implemented. This led to the conclusion that majority of the horticulture farms were not 
implanting policies meant to address the gender imbalance. 
Extent organization’s policies influence women career mobility 
Respondents were requested to state to what extent they felt organization’s policies 
influenced women career mobility to top leadership positions and their responses were 
analyzed and presented in table 4.16 and figure 4.5 below 
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Table 4.16: Extent organization’s policies influence women career mobility 
 
  
Extent  Frequency  Percent 
Very great extent 11 48 
Great extent 7 30 
Moderate extent 5 22 
Less extent 0 0 
Not at all 0 0 
Total 23 100 
SOURCE 2017 
From the findings on table 4.16 above, 48% of the respondents indicated that 
organization’s policies influenced women career mobility to a very great extent. As 
further shown in figure 4.5 below, there is a positive relationship between organization’s 
policies and women career mobility to top leadership positions. 
Figure 4.5: Extent organization’s policies influence women career mobility 
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Information presented on both table 4.16 and figure 4.5 above show that all respondents 
felt that organization’s policies influence women career mobility to some extent of which  
30% to a great extent and 22% to a moderate extent. There were no responses for both 
less extent and not all implying that all respondents were convinced that organization’s 
policies indeed influenced women career mobility in the horticulture farms. 
4.2.2.3 Organizational Culture 
 Respondents were also asked volunteer views on the influence of organizational culture 
on omen career mobility in the horticulture farms. Their responses to various questions 
were analyzed and presented n the following sections. 
Whether organizational culture inhibits women career progression 
On whether organizational culture inhibits the upward mobility of women respondents’ 
responses were analyzed and presented in table 4.17 and figure 4.6 below.  
Table 4.17: Whether organization culture inhibits the progression of women to top 
leadership. 
  Frequency Percent 
Yes 12 53 
No 11 47 
very great extent 
48%
great extent 
30%
moderate extent 
22%
less extent 
0%
not at all
0%
Extent
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Total 23 100 
SOURCE 2017 
  Information on table 4.17 above supports the assumption that organizational culture 
influences women career progression to top leadership positions in the horticulture farms.   
 
 
 
 
 
Figure 4.6: Whether organization culture inhibits the progression of women to top 
leadership. 
 
Information on both table 4.17 and figure 4.6 above indicates that 53% of the respondents 
felt that organization culture inhibit the progression of women while 47% felt it doesn’t. 
The study, therefore, concluded that indeed organizational culture inhibits women career 
progression  
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Influence of fellow workers’ attitudes 
Respondents were asked to state how fellow workers influence career mobility of women 
in any way. 
Table 4.18: Whether attitudes influence the progression of women to top leadership. 
 
  Frequency Percent 
Yes 15 65 
No 8 35 
Total 23 100 
SOURCE 2017 
  Information on table 4.18 above supports the assumption that attitudes of fellow 
workers influence women career progression to top leadership positions in the 
horticulture farms.   
Figure 4.7: Whether attitudes influence the progression of women to top leadership. 
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Information on both table 4.18 and figure 4.7 above indicates that 65% of the respondents 
felt that attitudes of fellow workers influence the progression of women while 35% felt 
they do not. The, therefore, concluded that indeed attitudes of fellow workers influence 
women career progression  
Particular attitudes 
Respondents enumerated several attitudes they felt influenced women career mobility as 
presented on the table 4.19 below 
 
 
 
 
Table 4.19: Attitudes influencing women upward mobility 
 
Altitude 
Freq Percent 
Male chauvinism 7 30.42 
Considered as weaker sex 3 13.04 
Stereotypes 3 13.04 
Lack of confidence 1 4.35 
Women considered being emotionally unstable 1 4.35 
Inferiority complex 1 4.35 
Negative attitude towards work 1 4.35 
Jobs meant for men  1 4.35 
Women are less performing than men 1 4.35 
Women are not patient 1 4.35 
Women cannot travel extensively 1 4.35 
Women are favored for promotion in love 1 4.35 
Women are less committed than men 1 4.35 
Total 31 100.0 
SOURCE 2017 
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 It was observed the varying form of ingrained attitudes that attitudes of fellow workers 
influenced career mobility of women to top positions in the horticulture farms.    
Influence of organizational politics 
Respondents were also asked whether organization politics play a role in women upward 
mobility.  
Table 4.20: organization politics 
 
Yes/no Frequency Percent 
No 8 35 
Yes 15 65 
Total 51 100.0 
           SOURCE 2017  
As shown in table 4.20 above, the majority of respondents which was 65% felt that 
organizational politics influenced women career progression as opposed to only 35% who 
felt otherwise. The study, therefore, concluded that organizational politics influenced 
women career mobility to some extent.  
Extent organizational culture influence women career mobility 
Respondents were requested to state to what extent they felt organizational culture 
influenced women career mobility to top leadership positions and their responses were 
analyzed and presented in table 4.21 and figure 4.7 below 
Table 4.21: Extent organizational culture influence women career mobility 
 
Extent  Frequency  Percent 
Very great extent 11 48 
Great extent 7 30 
Moderate extent 5 22 
Less extent 0 0 
Not at all 0 0 
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Total 23 100 
SOURCE 2017 
 
From the findings on table 4.21 above, 48% of the respondents indicated that 
organizational culture influenced women career mobility to a very great extent. As 
further shown in figure 4.8 below, there is a positive relationship between organizational 
culture and women career mobility to top leadership positions. 
 
 
 
 
 
 
Figure 4.8: Extent organizational culture influence women career mobility 
 
 
Information presented on both table 4.21 and figure 4.58 above show that all respondents 
felt that organizational culture influence women career mobility to some extent of which  
30% to a great extent and 22% to a moderate extent. There were no responses for both 
less extent and not all implying that all respondents were convinced that organizational 
culture indeed influenced women career mobility in the farm. 
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4.2.2.4 Access to equal education opportunities 
 Respondents were asked to give their views on the influence of access to equal education 
opportunities influenced women career mobility. Their responses were analyzed and 
presented in the following sections. 
Limited education opportunities 
Respondents were asked to state whether they felt that women had limited access to 
education opportunities compared to their male counterparts and their responses were 
presented on the table 4.22 below 
 
 
 
Table 4.22: Whether limited access to advanced education  
 
 
  Frequency Percent 
Yes 18 78 
No 5 22 
Total 23 100 
SOURCE 2017 
There was near-unanimous agreement that women had limited access to equal education 
opportunities. As shown in table 4.22 above, 78% were in agreement while 22% did not 
think so. The study concluded that women workers were not accorded equal education 
opportunities. 
Influence of limited education opportunities 
Respondents were asked to state whether limited access to equal education opportunities 
influenced career mobility and responses were presented in table 4.23 and figure 4.8 
below 
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Table 4.23: Extent of limited access to education opportunities 
 
 
Extent  Frequency  Percent 
Very great extent 11 48 
Great extent 7 30 
Moderate extent 5 22 
Less extent 0 0 
Not at all 0 0 
Total 23 100 
SOURCE 2017 
Findings from table 4.23 show that 48 % of the respondents agreed that limited access to 
equal education influence women career mobility to a very great extent. As further shown 
on figure 4.9 below, there is a positive relationship between limited access to equal 
education opportunities and women career mobility to top leadership positions. 
Figure 4.9: Extent limited access to equal education opportunities influence women 
career mobility 
 
 
 
Information presented on both table 4.23 and figure 4.9 above show that all respondents 
felt that limited access to equal education opportunities  influence women career mobility 
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to some extent of which  30% to a great extent and 22% to a moderate extent. There were 
no responses for both less extent and not all implying that all respondents were convinced 
that access o equal education opportunities indeed influenced women career mobility in 
the horticulture farms. 
Effects of limited access to equal education opportunities 
Respondents were asked to state the various effects of lack of advanced education on 
women.  
 
 
 
 
 
 
 
 
Table 4.24: effects of limited access to equal education opportunities 
 
Reason  Frequency  Percent  
Women cannot compete for top positions  17 76 
Women lack skills 4 19 
Women have no confidence 1 2.5 
Women have poor interpersonal relationship 1 2.5 
Total 23 100 
    SOURCE 2017     
Information in table seventy six percent of the respondents felt that it limited women 
ability to compete for the top jobs and 19% limited skills.  
4.3 Summary of Data Analyzed     
4.3.1 Summary of Background information 
A total of 25 questionnaires were given out. Twenty-three questionnaires were returned 
correctly filled up and were subsequently analyzed. This represented a response rate of 
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92%, which was considered the adequate representation of the population to make 
conclusions.  All respondents were female which 100% was. From the survey, the 
respondents composed of ; 9% holders of master’s degree, 17% holders of bachelor’s 
degree, 30% diploma, and 44% certificate. This implies that majority of female workers 
on this farm have low levels of academic qualifications. It was observed that 52% of 
respondents have worked for between 0-5 years, 22% for 6-10 years, 13% for 11-15 
years, 9% for 16-20 years and 4% for over 20 years. This implies that majority of female 
employees have been in the flower farm for less than 10 years.  Majority of respondents 
fall below 36 years with 26% below 25 years and 48% between 25 and 35 years. This 
implies that majority of female employees in the flower farms are within 25 and 35 age 
bracket. It was observed that majority of respondents which was 47% were single. 
Married respondents were 22%, divorced 13%, widowed and separated 9% respectively. 
The study concluded that married female employees are relatively few in the horticulture 
farms. 
4.3.2 Summary of Data analysis according to research objectives 
Findings in table 4.7 and figure 4.1 above revealed that almost all respondents agreed that 
social-cultural factors influence the upward mobility of women which was 89%. Only 
11% felt that social-cultural factors have no influence at all. This led to the conclusion of 
a close and positive correlation between social-cultural factors and career mobility of 
women working in the floriculture sub-sector. Information on table 4.8 above shows that 
despite the social-cultural factors hindering women from advancing in top positions, 91% 
of the respondents felt that women are as capable as men in leadership. Only 9% of the 
respondents felt that women are not as capable as men in leadership. The study ,therefore, 
concluded that women are as capable as their male counterparts in leadership 
engagements. 
Data presented on table 4.9 above there are various socio cultural factors that influence 
career mobility. As shown on figure 4.2 and table 4.10 above, 48% were of the view that 
women are not given same consideration for leadership positions in the community. This 
led to the conclusion that even in the community, women are disadvantaged when t 
comes to leadership positions. From the findings on table 4.11 above, 43% of the 
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respondents indicated that socio cultural factors influenced women career mobility to a 
very great extent, 30% to a great extent, 17% to a moderate extent, 5% o less extent and 
another 5% to no extent. This led to the conclusion that socio cultural factors influences 
women career mobility in the horticulture farms. 
The study further sought to establish the influence of workplace policies on women 
career mobility in the horticulture farms.   Findings presented on the table 4.12 above 
indicate that 40% of the respondents felt that work policies are sensitive to women given 
their unique roles as mothers. Sixty percent felt that work policies are insensitive to 
women roles as mothers. This implies that workplace policies are not particularly 
sensitive to women given their unique and often demanding roles which have to be 
balanced carefully. As shown on figure 4.3 and table 4.13 above, 48% were of the view 
that statutory provisions on both maternal and paternal leaves are not given due. This led 
to the conclusion that women are disadvantaged when t comes to maternal leave policies 
in the organization.  
As shown on the table 4.14 above, these policies include; long working hours, loss of 
annual leave in case one proceeds to maternity leave, night shift, transfers and working 
overtime. Thirty three percent felt long working hours are unfriendly to women, 4% 
loosing of leave when maternity leave has been taken, 9% night shift, 4% passport policy, 
24% short maternity leave, and 17% felt working overtime were all mentioned as out 
rightly unfriendly to women. From the findings  on both table 4.15 and figure 4.4 above, 
70% of respondents felt that the flower farm was not implementing policies meant to 
address gender imbalance in workplaces. Only 30% of the respondents felt that these 
policies were being implemented. This led to he conclusion that majority of the flower 
farms were not implanting policies meant to address gender imbalance. 
Information presented on both table 4.16 and figure 4.5 above show that all respondents 
felt that organization’s policies influence women career mobility to some extent of which  
30% to a great extent and 22% to a moderate extent. There were no responses for both 
less extent and not all implying that all respondents were convinced that organization’s 
policies indeed influenced women career mobility in the flower farms. 
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Respondents were also asked volunteer views on the influence of organizational culture 
on omen career mobility in the flower farms. Information on both table4.17 and figure 
4.6 above indicates that 53% of the respondents felt that organization culture inhibit the 
progression of women while 47% felt it doesn’t. the study therefore concluded that 
indeed organizational culture inhibits women career progression. Information on both 
table 4.18 and figure 4.7 above indicates that 65% of the respondents felt that attitudes of 
fellow workers influence the progression of women while 35% felt they  do not. The 
study therefore concluded that indeed attitudes of fellow workers influence women career 
progression  
As shown on table 4.20 above, majority of respondents which was 65% felt that 
organizational politics influenced women career progression as opposed to only 35% who 
felt otherwise. The study therefore concluded that organizational politics influenced 
women career mobility to some extent. Information presented on both table 4.21 and 
figure 4.58 above show that all respondents felt that organizational culture influence 
women career mobility to some extent of which  30% to a great extent and 22% to a 
moderate extent. There were no responses for both less extent and not all implying that 
all respondents were convinced that organizational culture indeed influenced women 
career mobility in the horticulture farms. 
Respondents were asked to give their views on the influence of access to equal education 
opportunities influenced women career mobility. There was a near unanimous agreement 
that women had limited access to equal education opportunities. As shown on the table 
4.22 above, 78% were in agreement while 22% did not think so. The study concluded that 
women workers were not accorded equal education opportunities. From the findings on 
table 4.23 above, 48% of the respondents indicated that limited access to equal education 
opportunities influenced women career mobility to a very great extent. As further shown 
on figure 4.9 below, there is a positive relationship between limited access to equal 
education opportunities and women career mobility to top leadership positions. 
Information presented on both table 4.23 and figure 4.9 above show that all respondents 
felt that limited access to equal education opportunities  influence women career mobility 
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to some extent of which  30% to a great extent and 22% to a moderate extent. There were 
no responses for both less extent and not all implying that all respondents were convinced 
that access equal education opportunities indeed influenced women career mobility in the 
horticulture farms. Information on the table 4.24 revealed that seventy six percent of the 
respondents felt that it limited women ability to compete for the top jobs and 19% limited 
skills.  
 
 
 
 
 
                                               CHAPTER FIVE  
   SUMMARY OF FINDINGS, CONCLUSIONS AND RECOMMENDATION 
5.1 Introduction  
 
The following chapter outlines the summary of the study. It contains major findings, 
conclusions and recommendation of the study.  
 
5.2 Summary of the findings 
The following are beliefs summary of the findings under sub- headings.  
 
5.2.1 Cultural Factors 
 
The study found that women have the same capability in managing organizations as men. 
It was found that social-cultural factors affect the mobility of women in management 
positions. 
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Specifically, findings on the table 4.7 and figure 4.1 above revealed that almost all 
respondents agreed that social-cultural factors influence the upward mobility of women 
which was 89%. Only 11% felt that social-cultural factors have no influence at all. This 
led to the conclusion of a close and positive correlation between socio cultural factors and 
career mobility of women working in the floriculture sub sector. Information on table 4.8 
above shows that despite the social-cultural factors hindering women from advancing in 
top positions, 91% of the respondents felt that women are as capable as men in 
leadership. Only 9% of the respondents felt that women are not as capable as men in 
leadership. The study therefore made conclusions that women have capability of 
leadership like that of the male. 
Data presented on table 4.9 above there are various socio cultural factors that influence 
career mobility. As shown on figure 4.2 and table 4.10 above, 48% were of the view that 
women are not given same consideration for leadership positions in the community. This 
led to the conclusion that even in the community; women are disadvantaged when t 
comes to leadership positions.. This led to the conclusion that socio cultural factors 
influences women career mobility in the horticulture farms. 
5.2.2 Organization’s policies 
 
From the study it was found that work-place policies are main factors for women to 
acquire the relevant roles. The study found that policies on gender discriminations are not 
followed. This is clear indications that organizations policies affect women leadership. 
Specifically, findings presented on the table 4.12 above indicate that 40% of the 
respondents felt that work policies are sensitive to women given their unique roles as 
mothers. Sixty percent felt that work policies are insensitive to women roles as mothers. 
This implies that workplace policies are not particularly sensitive to women given their 
unique and often demanding roles which have to be balanced carefully. As shown on 
figure 4.3 and table 4.13 above, 48% were of the view that statutory provisions on both 
maternal and paternal leaves are not given due. This led to the conclusion that women are 
disadvantaged when it comes to maternal leave policies in the organization.  
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As shown on the table 4.14 above, these policies include; long working hours, loss of 
annual leave in case one proceeds to maternity leave, night shift, transfers and working 
overtime. Thirty three percent felt long working hours are unfriendly to women, 4% 
loosing of leave when maternity leave has been taken, 9% night shift, 4% passport policy, 
24% short maternity leave, and 17% felt working overtime were all mentioned as out 
rightly unfriendly to women. From the findings  on both table 4.15 and figure 4.4 above, 
70% of respondents felt that the flower farm was not implementing policies meant to 
address gender imbalance in workplaces. Only 30% of the respondents felt that these 
policies were being implemented. This led to the conclusion that majority of the flower 
farms were not implanting policies meant to address gender imbalance. 
Information presented on both table 4.16 and figure 4.5 above show that all respondents 
felt that organization’s policies influence women career mobility to some extent of which  
30 percent said it leads to a great extent and 22 percent said it leads to moderate extent. 
There were no responses for both less extent and not all implying that all respondents 
were convinced that organization’s policies indeed influenced women career mobility in 
the horticulture farms. 
5.2.3 Organizational Culture 
The study confirmed that organization policies hinder the progression of women to top 
leadership positions. Politics and categorizing in organizations were the main factors 
influencing upward mobility of women on top management positions. 
Specifically, information on both table 4.17 and figure 4.6 above indicates that majority 
of the respondents agreed that organization culture affects career growth of women . The 
study therefore concluded that indeed organizational culture inhibits women career 
progression. Information on both table 4.18 and figure 4.7 above indicates that 65% of 
the respondents felt that attitudes of fellow workers influence the progression of women 
while 35% felt they do not. The study therefore concluded that indeed attitudes of fellow 
workers influence women career progression  
As shown on table 4.20 above, majority of respondents which was 65% felt that 
organizational politics influenced women career progression as opposed to only 35% who 
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felt otherwise. The study therefore concluded that organizational politics influenced 
women career mobility to some extent. Information presented on both table 4.21 and 
figure 4.58 above show that all respondents felt that organizational culture influence 
women career mobility to some extent of which  30 percent of them agreed it leads to 
great extent  and 22 percent of the respondents said it  leads moderate extent. There were 
no responses for both less extent and not all implying that all respondents were convinced 
that organizational culture indeed influenced women career mobility in the horticulture 
farms. 
5.2.4 Access to equal education opportunities 
The study revealed that access to equal education was limited thus affecting the career 
growth of women. Specifically, there was a near unanimous agreement that women had 
limited access to equal education opportunities. As shown on the table 4.22 above, 78% 
were in agreement while 22% did not think so. The study concluded that women workers 
were not accorded equal education opportunities. From the table 4.23, it was found that, 
48% of the respondents indicated that limited access to equal education opportunities 
influenced women career mobility to a very great extent. As further shown on figure 4.9, 
there is a positive relationship between limited access to equal education opportunities 
and women career mobility to top leadership positions. 
Information presented on both table 4.23 and figure 4.9 above show that all respondents 
felt that limited access to equal education opportunities  influence women career mobility 
to some extent of which  30 percent agrees it affects to a great extent , while 22 percent 
said it is moderate. There were no responses for both less extent and not all implying that 
all respondents were convinced that access equal education opportunities indeed 
influenced women career mobility in the flower farms. Information on the table 4.24 
revealed that seventy six percent of the respondents felt that it limited women ability to 
compete for the top jobs and 19% limited skills.  
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5.3 Answers to Research Questions 
5.3.1  What is the effect of culture on the mobility of women to top leadership 
positions? 
Information obtained from the respondents established a strong correlation between socio 
cultural factors and women career mobility to top leadership positions in the horticulture 
farms. Table 4.11 found that 43 percent of the respondents agreed that social-cultural 
factors influenced women career mobility. This led to the conclusion that socio cultural 
factors influences women career mobility in the horticulture farms. 
5.3.2 How do the organizations policies affect the mobility of women to top 
leadership positions? 
The study was also able to establish a close relationship between organization’s policies 
and women career mobility to top leadership positions. Information presented on both 
table 4.16 and figure 4.5 above show that all respondents felt that organization’s policies 
influence women career mobility to some extent. There were no responses for both less 
extent and not all implying that all respondents were convinced that organization’s 
policies indeed influenced women career mobility in the horticulture farms. 
5.3.3 What is the influence of the organization’s culture on the mobility of women to 
top leadership positions? 
The study also managed to establish a positive correlation between organizational culture 
and women career mobility. Information presented on both table 4.21 and figure 4.58 
above show that all respondents felt that organizational culture influence women career 
mobility to some extent of which 30% to a great extent. 22 percent of the respondents 
said it affects by a moderate extent. There were no responses for both less extent and not 
all implying that all respondents were convinced that organizational culture indeed 
influenced women career mobility in the horticulture farms. 
5.3.5 How does access to equal education opportunities affect the mobility of women 
to top leadership positions? 
 
 Finally the study established that access to equal education opportunities greatly 
influenced women career mobility t top leadership positions. Information presented on 
57 
 
both table 4.23 and figure 4.9 above show that all respondents felt that limited access to 
equal education opportunities  influence women career mobility to some extent of which  
22 percent agreed to moderate extent and 30 percent agreed to great extent. There were 
no responses for both less extent and not all implying that all respondents were convinced 
that access o equal education opportunities indeed influenced women career mobility in 
the horticulture farms. Information on the table 4.24 revealed that seventy six percent of 
the respondents felt that it limited women ability to compete for the top jobs and 19% 
limited skills.  
 
 
 
 
 
 
5.4 Conclusions 
The study can conclude that variables under investigation significantly influenced women 
career mobility to top leadership positions. Specifically, social-cultural factors influence 
the upward mobility of women.  Although women can perform as competently as their 
men counterparts, socio cultural barriers block their upward mobility on many occasions. 
With regard to organization’s policies, the study concluded that majority of farms do not 
have specific policies that recognize the unique conflicting roles of women employees. In 
some organizations, statutory provisions on maternity and paternity leaves are not 
implemented. The study also concluded that flower farms are not implementing policies 
meant to address gender imbalance. 
The study also concluded that organizational culture elements such as attitudes and 
organizational politics greatly influence consideration of women for top leadership 
positions. The same conclusion was arrived on access to equal education opportunities. 
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5.5 Recommendations 
From the findings we can make the following recommendations: 
Traditional culture on societies remains to be a problem facing women in their career 
growth to top positions. Employers need to inculcate cultural orientations that notify 
female leaders on their capability as leaders. This is a result that some people of the 
society still belief that women are not supposed to hold top managements positions. 
There is need to for individuals to change their attitudes towards women on career choice 
and job preferences. Women are encouraged to work smart from all dimensions on career 
growth and aspirations. This will include standard shift women weakness perception. 
Family and work affecting career growth of women can be improved by ensuring there is 
promotion in favor of necessary education, training and skills. Female workers need to 
gain more skills and engage in constructive and mentorship trainings to make women 
access the necessary skills. Family and work influence among women can be reduced by 
having friendly policies to minimize the pressure of family and work. 
There are clear indications that human resource policies influence movement of women 
towards top management level. There is need for organizations to hold equal positions for 
all human management policies. Organizations need to evaluate leadership guidelines to 
gender balancing. Human resource management should be based on qualifications not 
gender. 
5.6 Suggestion for further study 
From the study, the researcher recommends that further research to done on the effect of 
implementation of different promotions on job performances between men and women. 
The researcher also suggest that a study on the impact  of stakeholders in dealing with 
gender issues to be conducted. 
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APPENDIX I:  INTRODUCTION LETTER     
                      
 
 
 
 
 
 
 
 
 
 
 
 
II 
 
 
 
 
 
 
APPENDIX II: QUESTIONNAIRE 
I would be grateful if you could spare some time from your busy schedule and complete 
the enclosed questionnaire. All the information provided will be used purely for academic 
purposes and will be treated with utmost confidentiality.  
Thank you for your cooperation 
Part I- Personal information 
Please indicate your answer by ticking where appropriate. 
1.  Gender:     Male [  ]               Female [   ]  
 2. Age:  below 25 years [  ]       25- 35 years [  ]  36-45 years [  ]  over 45 years  [  ]             
3. Marital status:  Single [  ]         married [  ]  separated [  ] 
4. What is your highest academic/ professional qualification? 
      PhD [   ]  Masters  [  ]     Bachelor degree [   ]   Diploma [  ] 
      Certificate [  ]            
5. What is your work experience? 
          0- 5 years[   ]        6-10 [   ]      11-15 [   ]       16-20 [   ]        Over 20  [   ]  
6.  Please indicate your current position in your organization……………….. 
 
Part 11: SOCIAL/CULTURAL FACTORS 
1. Do you think that social/cultural factors influence the upward mobility of women? 
Yes  [   ]           No  [   ] 
2. Do you think women are as capable as men in leadership capabilities? 
Yes  [   ]            No  [   ] 
III 
 
3. To what extent do cultural factors influence the upward mobility of women in your 
organization? 
a. Very great extent     [   ] 
b. Great extent             [   ] 
c. Moderate extent       [   ] 
d. Low extent              [   ] 
e. Very low extent       [   ] 
4. In your community are women offered equal leadership? positions as men 
Yes  [   ]          No  [   ] 
5. Please some common socio cultural beliefs and perceptions that hinder women 
career progression ……………………………………………… 
…………………………………………………………………………………………… 
 
PART III: ORGANIZATION POLICIES 
1. Do you think work policies in your organization inhibit the progression of women      
to the top positions? 
    Yes  [   ]         No  [   ] 
2. To what extent is this case? 
                             a. Very great extent      [   ] 
                              b. Great extent             [   ] 
                              c. Moderate extent       [   ] 
                               d. Low extent              [   ] 
                               e. Very low extent       [   ]  
 3. Are work place policies sensitive to women unique roles as mothers? 
     Yes  [  ]        No  [  ] 
5. Does your organization have a clear policy on maternity?                                              
      Yes  [   ]        No  [  ]                      
6.Please mention a few policies that are unfriendly to women given their family roles as 
mothers and wives?……………………………………………………………………    
…………………………………………………………………………………………..   
IV 
 
7. Are policies addressing gender imbalance in your organization effectively 
implemented?…………… 
Please elaborate………………………………………………… 
…………………………………………………………………………………………….. 
 
ORGANIZATION CULTURE 
1.Does organization culture inhibit the progression of women to top leadership? 
        Yes  [   ]          No  [  ]   
2.To what extent do attitudes influence the upward mobility of women in your 
organization? 
a. Very great extent     [   ] 
b. Great extent            [   ] 
c. Moderate extent     [   ] 
d. Low extent             [   ] 
e. Very low extent      [   ] 
3.What are these attitudes?…………  ……………………………………………………. 
……………………………………………………………………………………………… 
4.Please explain briefly how organization culture hinders women progression to the 
top?…………………………………………………………………………………………
…………………………………………………………………………………….…. 
5.Has organization politics contributed in gender imbalance in top positions in your 
organization?……… 
   Please elaborate………………………………………………………………………….. 
……………………………………………………………………………………………… 
 
LIMITED ACCESS TO ADVANCED EDUCATION 
1.Does limited access to advanced education affect the progression of women to top 
leadership? 
  Yes  [   ]              No  [   ]          
 
2. Explain the extent to which this can influence upward mobility of women: 
V 
 
a. Very great extent    [   ] 
b. Great extent          [   ] 
c. Moderate extent      [   ] 
d. Low extent            [   ] 
e.  Very low extent    [    ] 
3.Briefly explain how low education affects the progression of women to the top 
executive jobs……………………………………………………………………………… 
………………………………………………………………………………………………  
APPENDIX 111: TIME SCHEDULE 
ACTIVITY  
 
October   November  December  January February March  
Title selection           
XX 
     
Objectives  XX     
Proposal writing 
and agreement 
  XX XXX   
Data Collection              
XXX 
  
Data analysis     XX  
Report Writing              XX  
Defense       X 
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APPENDIX IV: BUDGET 
 
ITEMS 
 
COST(KHS) 
Stationary 3,500 
Typing and Printing 3,000 
Binding 2,400 
Photocopying 1,500 
Transport 2,000 
Airtime Charges 1,000 
Total Expenditure 13,400 
 
 
 
 
 
 
 
 
 
